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ABSTRACT 
The main purpose of this research is to investigate the determinants of organizational 
commitment among academic staff of private universities. Specifically, the objective of this 
study is to examine the relationships between organizational commitment, job commitment, 
job satisfaction and perceived organizational support. Questionnaires were distributed among 
academic staff in a private university located in Semeling, Kedah through Google Forms and 
printed version of the questionnaire. All the data were analyzed by using Statistical Package 
for Social Science (SPSS) version 25.0. Two types of data analysis were used, which are 
descriptive analysis and inferential analysis. Descriptive analysis is used to study the 
respondent demographic information such as gender, age, race, nationality, level of 
education, length of services, monthly income level, current position and status of 
employment. The inferential analysis is used to determine the relationships between 
dependent variable which is organizational commitment and independent variables such as 
job commitment, job satisfaction and perceived organizational support. The results of the 
study show that the relationship between organizational commitment and the three 
independent variables which are job satisfaction, job involvement and perceived 
organizational support has positive relationship among the academic staff of a private 
university. Accordingly, based on the multiple regression analysis, the study found that one 
independent variable which is job involvement has no significant relationship with 
organizational commitment while job satisfaction and perceived organizational support has 
significant relationship with organizational commitment. 
Keywords: Organizational Commitment, Job Satisfaction, Job Involvement, Perceived 
Organizational Support 
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ABSTRAK 
Tujuan utama kajian ini adalah untuk mengkaji penentu komitmen organisasi di 
kalangan kakitangan akademik di sebuah universiti swasta. Objektif kajian ini adalah untuk 
mengkaji hubungan antara komitmen organisasi, komitmen pekerjaan, kepuasan kerja dan 
tanggapan sokongan organisasi. Soal selidik diedarkan di kalangan staf akademik di 
universiti swasta yang terletak di Semeling, Kedah, Malaysia melalui Google Form dan 
salinan borang soal selidik. Semua data dianalisis dengan menggunakan versi 25.0 Pakej 
Statistik untuk Sains Sosial (SPSS). Dua jenis analisis data telah digunakan, iaitu analisis 
deskriptif dan analisis inferensi. Analisis deskriptif digunakan untuk mengkaji maklumat 
demografi responden seperti jantina, umur, bangsa, kewarganegaraan, tahap pendidikan, 
tempoh perkhidmatan, tahap pendapatan bulanan dan status pekerjaan. Analisis inferensi 
digunakan untuk menentukan hubungan antara pembolehubah bebas iaitu komitmen 
pekerjaan, kepuasan kerja dan tanggapan sokongan organisasi. Pemboleh ubah bergantung 
pula ialah komitmen organisasi. Keputusan kajian menunjukkan bahawa hubungan antara 
komitmen organisasi dengan tiga pemboleh ubah bebas iaitu kepuasan kerja, penglibatan 
kerja dan tanggapan sokongan organisasi mempunyai hubungan positif di kalangan ahli 
akademik di sebuah universiti swasta tersebut. Berdasarkan analisis regresi berganda, kajian 
mendapati bahawa satu pemboleh ubah bebas iaitu, penglibatan kerja tidak mempunyai 
hubungan yang signifikan dengan komitmen organisasi manakala kepuasan kerja dan 
tanggapan sokongan organisasi mempunyai hubungan yang signifikan dengan komitmen 
orgamsasi. 
Kata kunci: Komitmen Organisasi, Kepuasan Kerja, Penglibatan Kerja, Tanggapan 
Sokongan Organisasi 
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This chapter explains on the background of the study, statement of the problem, research 
questions, research objectives, significance of the study, scope of study, definition of key 
terms, and organization of thesis. 
1.2 Background of the Study 
The objective of this research is to explicate why organisational commitment is important 
amongst academic staff in a Malaysian private university located in Semeling, Kedah. Issues 
on organizational commitment have raised concerns on the work behaviour of academic staff 
in Malaysian universities. The main concern is to apply the work behaviour of academic staff 
in determining the organisational effectiveness and survival of Malaysian private universities. 
Predominantly, this research will be focusing on measuring and identifying aspects affecting 
organizational commitment in a Malaysian private university. 
Organizational commitment is one of the most important work attitudes in the study 
of management and organizational behaviour as stated by Allen and Meyer (2000). In the 
past three decades, there had been substantial research conducted that proved organizational 
commitment to have significant relationship to the various consequences and antecedents. 
Malaysian higher education system comprises of both public and private universities, 
polytechnics, community colleges, branch campuses and university-colleges. Malaysian 
higher education institutions (HEls) offer students with various types of certificate, diploma, 
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Appendix I: Sample of Questionnaire 
UUM 
Universiti Utara Malaysia 
Dear respondents, 
I am a Master of Science (Management) student of Universiti Utara Malaysia and conducting 
a survey entitled: ORGANIZATIONAL COMMITMENT AMONG ACADEMIC STAFF 
OF A PRIVATE UNIVERSITY. This survey is specifically conducted within a private 
university to fulfil the Master's requirement ofUniversiti Utara Malaysia. 
I understand and recognize that your time is valuable and many demands are made upon it by 
your heavy workload. However, your participation in this survey, which will require only 
about 10-15 minutes of your time, is vital to the success of this study. 
All information provided in this questionnaire will be confidential for the present study 
purposes. No information pertaining to individuals will be divulged to any third person or 
organization. In sum, the information obtained in this study will be used purely for academic 
purposes only. 
Should you have any queries regarding this research please do not hesitate to contact me at 
jaymat79@yahoo.com or call me at 012-6727556. Thank you very much for your 
cooperation in responding to the questionnaire. Your participation in this study is greatly 
appreciated. 
Sincerely, 
K. JAY A CHAND RAN 
Master of Science (Management) student 
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Section A - Demographic profile 









O Others: . 
4) Nationality: . 
5) Level of Education 
O Diploma 
O Bachelor's Degree 
O Master's Degree 
O Doctoral Degree 
O Others: . 
6) How long have you been working in this current university? . 
7) Monthly income: 
O Below RM3000 
O RM 3000.01 - RM 4000.00 
D RM 4000.01 - RM 5000.00 
D RM 5000.01- RM 10,000.00 
O R M  10,000.01 and more 
8) My current position is 
O Lecturer 
O Senior Lecturer 
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Section B - Affective Organizational Commitment 
The following statement is your opinion regarding Affective Organizational Commitment. 
Please circle an appropriate answer to indicate to what degree you agree or disagree for each 
statement. 
No. Affective Organizational Strongly Disagree Neutral Agree Strongly 
Commitment Disagree Agree 
I. I would be very happy to 
spend the rest of my career 1 2 3 4 5 
with this organization. 
2. I enjoy discussing my 
organization with people I 2 3 4 5 
outside it. 
3. I really feel as if this 
organization's problems are my I 2 3 4 5 
own. 
4. I think that I could easily 
become as attached to another 
I 2 3 4 5 
organization as I am to this 
one. 
5. I do not feel like 'part of the 
I 2 3 4 5 
family' at my organization. 
6. I do not feel 'emotionally 
I 2 3 4 5 
attached' to this organization. 
7. This organization has a great 
deal of personal meaning for I 2 3 4 5 
me. 
8. I do not feel a strong sense of 
1 2 3 4 5 
belonging to my organization. 
Section C - Continuance Organizational Commitment 
The following statement is your opinion regarding Continuance Organizational Commitment. 
Please circle an appropriate answer to indicate to what degree you agree or disagree for each 
statement. 
No. Continuance Organizational Strongly Disagree Neutral Agree Strongly 
Commitment Disagree Agree 
I. I am not afraid of what might 
happen ifI quit my job without I 2 3 4 5 
having another one lined up. 
2. It would be very hard for me to 
leave this organization right I 2 3 4 5 
now, even if! wanted to. 
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3. Too much in my life would be 
disrupted if I decided I wanted 1 2 3 4 5 
to leave my organization now. 
4. It wouldn't be too costly for 
me to leave my organization 1 2 3 4 5 
now. 
5. Right now, staying with my 
organization is a matter of 1 2 3 4 5 
necessity as much as desire. 
6. I feel that I have too few 
options to consider leaving this 1 2 3 4 5 
organization. 
7. One of the few serious 
consequences of leaving this 
organization would be the I 2 3 4 5 
scarcity of available 
altemati ves. 
8. One of the major reasons I 
continue to work for this 
organization is that leaving 
would require considerable I 2 3 4 5 
personal sacrifice-another 
organization may not match 
the overall benefit I have here. 
Section D - Normative Organizational Commitment 
The following statement is your opinion regarding Normative Organizational Commitment. 
Please circle an appropriate answer to indicate to what degree you agree or disagree for each 
statement. 
No. Normative Organizational Strongly Disagree Neutral Agree Strongly 
Commitment Disagree Agree 
I .  I  think people these days move 
from company to company too I 2 3 4 5 
often. 
2. I do not believe that a person 
must always be loyal to his or I 2 3 4 5 
her organization. 
3. Jumping from organization to 
organization does not seem at I 2 3 4 5 
all ethical to me. 
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4. One of the major reasons I 
continue to work for this 
organization is that I believe 
I 2 3 4 5 
that loyalty is important and 
therefore I feel a sense of 
moral obligation to remain. 
5. !fl got another offer for a 
better job elsewhere I would 
I 2 3 4 5 
not feel it was right to leave 
my organization. 
6. I was taught to believe in the 
value of remaining loyal to one I 2 3 4 5 
organization. 
7. Things were better in the days 
when people stayed with one 
I 2 3 4 5 
organization for most of their 
career. 
8. I do not think that wanting to 
be a 'company man' or 
I 2 3 4 5 
'company woman' is sensible 
anymore. 
Section E - Perceived Organisational Support (POS) 
The following statement is your opinion regarding Perceived Organisational Support (POS). 
Please circle an appropriate answer to indicate to what degree you agree or disagree for each 
statement. 
No. Perceived Organisational Strongly Disagree Neutral Agree Strongly 
Support (POS) Disagree Agree 
I .  My organisation cares about 
I 2 3 4 5 
my opinion. 
2. My organisation really cares 
I 2 3 4 5 
about my well-being. 
� My organisation strongly .) . 
I 2 3 4 5 
considers mv goals and values. 
4. Help is available from my 
organisation when I have a I 2 3 4 5 
problem. 
5. My organisation would forgive 
I 2 3 4 5 
an honest mistake on my part. 
6. If given the opportunity, my 
organisation would take I 2 3 4 5 
advantage on me. 
7. My organisation shows very 
I 2 3 4 5 
little concern for me. 
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8. My organisation is willing to 
help me if I need a special I 2 3 4 5 
favour. 
Section F - Job Involvement 
The following statement is your opmion regarding Job Involvement. Please circle an 
appropriate answer to indicate to what degree you agree or disagree for each statement. 
No. Job Involvement Strongly Disagree Neutral Agree Strongly 
Disaeree Aaree 
I .  The most important things that 
happen to me involve my I 2 3 4 5 
present job. 
2. To me, my job is only a small 
I 2 3 4 5 
part of who I am. 
3. I am very much involved 
I 2 3 4 5 
personally in my job. 
4. I live, eat and breathe my job. I 2 3 4 5 
5. Most of my interests are 
I 2 3 4 5 
centered around my job. 
6. I have very strong ties with my 
present job which would be I 2 3 4 5 
very difficult to break. 
7. Usually I feel detached from 
I 2 3 4 5 
my job. 
8. Most of my personal life goals 
I 2 3 4 5 
are job-oriented. 
9. I consider my job to be very 
I 2 3 4 5 
central to my existence. 
10. I like to be absorbed in my job 
I 2 3 4 5 
most of the time. 
Section G - Job Satisfaction 
The following statement is your opuuon regarding Job Satisfaction. Please circle an 
appropriate answer to indicate to what degree you agree or disagree for each statement. 
No. Job Satisfaction Strongly Disagree Neutral Agree Strongly 
Disaaree Azree 
!. I feel very comfortable in my 
I 2 3 4 5 
work environment. 
2. I consider my co-workers 
I 2 3 4 5 
friend. 
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3. My management regularly 
acknowledges when I do a I 2 3 4 5 
good job. 
4. My values and those of the 
I 2 3 4 5 
organisation are very similar. 
5. I am willing to put in a great 
deal of effort beyond that 
5 
normally expected in order to I 2 3 4 
help the organization to be 
successful. 
6. I am very proud to tell others 
that I work for the I 2 3 4 5 
organization. 
End of questionnaire. Thank you. 
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Appendix 2: Pilot Test Results 
(i) Organizational commitment 
Reliability Statistics 




Mean Variance Std. Nof 
Deviation Items 
159.62 241.574 15.543 48 
Item Statistics 
Mean Std. N 
Deviation 
I would be happy to spend the rest of my career with this 3.70 1 . 1 1 4  40 
organization. 
I enjoy discussing my organization with people outside it. 3.50 1 . 198 40 
I really feel as if this organization's problems are my own. 3 . 1 8  .874 40 
I think that I could easily become as attached to another 3.55 .932 40 
organization as I am to this one. 
I do not feel like 'part of the family' at my organization. 3.75 .809 40 
I do not feel 'emotionally attached' to this organization. 3.60 .841 40 
This organization has a great deal of personal meaning for 3.48 .905 40 
me. 
I do not feel a strong sense of belonging to my organization. 3.73 1.086 40 
I am not afraid of what might happen if! quit my job 2.80 1.305 40 
without having another one lined up. 
It would be very hard for me to leave my organization right 3.38 1 . 170 40 
now, even if I wanted to. 
Too much in my life would be disrupted if! decided I 3.38 1 .334 40 
wanted to leave my organization now. 
It wouldn't be too costly for me to leave my organization 3.05 1.239 40 
now. 
Right now, staying with my organization is a matter of 3.28 1.086 40 
necessity as much as desire. 
I feel that I have too few options to consider leaving this 2.95 1.037 40 
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organization. 
One of the few serious consequences of leaving this 3.28 1 . 1 54  40 
organization would be the scarcity of available alternatives. 
One of the major reasons I continue to work for this 3.03 1.209 40 
organization is that leaving would require considerable 
personal sacrifice-another organization may not match the 
overall benefits I have here. 
I think people these days move from company to company 3 . 1 3  .9 1 1  40 
too often. 
I do not believe that a person must always be loyal to his or 3.40 1.236 40 
her organization. 
Jumping from organization to organization does not seem at 3 . 10  I .  128 40 
all ethical to me. 
One of the major reasons I continue to work for this 3.45 1.061 40 
organization is that I believe that loyalty is important and 
therefore I feel a sense of moral obligation to remain. 
If I got another offer for a better job elsewhere I would not 2.88 1.042 40 
feel it was right to leave my organization. 
I was taught to believe in the value of remaining loyal to 3 .10 1.236 40 
one organization. 
Things were better in the days when people stayed with one 2.95 1.239 40 
organization for most of their careers. 
I do not think that wanting to be a 'company man' or 2.85 1.027 40 
'company woman' is sensible anymore. 
Item-Total Statistics 
Scale Scale Corrected Cronbach's 
Mean if Variance if Item-Total Alpha if 
Item Item Correlation Item 
Deleted Deleted Deleted 
I would be happy to spend the rest 155.92 224.892 .462 .800 
of my career with this 
organization. 
I enjoy discussing my organization 156.12 234.215 . 161  .8 10  
with people outside it. 
I really feel as if this organization's 156.45 234.100 .251 .807 
problems are my own. 
I think that I could easily become 156.07 240.276 .015 .813 
as attached to another organization 
as I am to this one. 
I do not feel like 'part of the family' 155.87 233.240 . 3 1 1  .806 
at my organization. 
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I do not feel 'emotionally attached' 156.02 231 .6 15  .361 .804 
to this orzanization. 
This organization has a great deal 156.15  222.695 .668 .796 
of personal meaning for me. 
I do not feel a strong sense of 155.90 226.503 .425 .801 
belonzinz to rnv orzanization. 
I am not afraid of what might 156.82 238.969 .022 .815 
happen if! quit my job without 
havinz another one lined uo. 
It would be very hard for me to 156.25 229.372 .306 .805 
leave my organization right now, 
even if! wanted to. 
Too much in my life would be 156.25 231.782 .197 .809 
disrupted if! decided I wanted to 
leave my organization now. 
It wouldn't be too costly for me to 156.57 232.097 .210 .808 
leave my orzanization now. 
Right now, staying with my 156.35 233.208 .217 .808 
organization is a matter of 
necessitv as much as desire. 
I feel that I have too few options to 156.67 236.276 . 133 .8 10  
consider leaving this organization. 
One of the few serious 156.35 232.028 .234 .807 
consequences of leaving this 
organization would be the scarcity 
of available alternatives. 
One of the major reasons I 156.60 226.708 .368 .803 
continue to work for this 
organization is that leaving would 
require considerable personal 
sacrifice-another organization may 
not match the overall benefits I 
have here. 
I think people these days move 156.50 247.744 -.244 .8 19  
from company to company too 
often. 
I do not believe that a person must 156.22 224.589 .417 .801 
always be loyal to his or her 
orzanization. 
Jumping from organization to 156.52 256.563 -.450 .828 
organization does not seem at all 
ethical to me. 
One of the mai or reasons I 156.17 223.481 .535 .798 
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continue to work for this 
organization is that I believe that 
loyalty is important and therefore I 
feel a sense of moral obligation to 
remam. 
!fl got another offer for a better 156.75 238.244 .070 .812 
job elsewhere I would not feel it 
was right to leave my organization. 
I was taught to believe in the value 156.52 231.384 .230 .808 
of remaining loyal to one 
organization. 
Things were better in the days 156.67 233.456 .174 .810 
when people stayed with one 
organization for most of their 
careers. 
I do not think that wanting to be a 156.77 236.487 .128 .8 10  
'company man' or 'company 
woman' is sensible anymore. 
(ii) Perceived Organizational Support 
Reliability Statistics 




Mean Std. N 
Deviation 
My organisation cares about my opinion. 3.45 .876 40 
My organisation really cares about my well-being. 3.63 .868 40 
My organisation strongly considers my goals and values. 3.30 .853 40 
Help is available from my organisation when I have a 3.85 .802 40 
problem. 
My organisation would forgive an honest mistake on my 3.73 .905 40 
part. 
If given the opportunity, my organisation would take 3.63 .979 40 
advantage on me. 
My organisation shows very little concern for me. 3.83 . 8 1 3  40 
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My organisation is willing to help me if I need a special 3.63 .807 40 
favour. 
Item-Total Statistics 
Scale Scale Corrected Cronbach's 
Mean if Variance if Item-Total Alpha if 
Item Item Correlation Item 
Deleted Deleted Deleted 
My organisation cares about my 156.17 231.225 .360 .804 
opinion. 
My organisation really cares about 156.00 227.744 .499 .801 
my well-being. 
My organisation strongly considers 156.32 228.225 .489 .801 
mv goals and values. 
Help is available from my 155.77 228.897 .496 .801 
organisation when I have a 
problem. 
My organisation would forgive an 155.90 225.221 .572 .799 
honest mistake on my part. 
If given the opportunity, my 156.00 232.923 .257 .807 
organisation would take advantage 
on me. 
My organisation shows very little 155.80 235.600 .213 .808 
concern for me. 
My organisation is willing to help 156.00 234.718 .251 .807 
me if! need a special favour. 
(iii) Job Involvement 
Reliabilitv Statistics 




Mean Std. N 
Deviation 
The most important things that happen to me involve my 2.90 .982 40 
present iob, 
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To me, my job is only a small part of who I am. 3.55 .876 40 
I am very much involved personally in my job. 3.43 1 .010 40 
I live, eat and breathe my job. 2.70 .939 40 
Most of my interests are centered around my job. 3.08 .971 40 
I have very strong ties with my present job which would be 3.43 .931 40 
very difficult to break. 
Usually I feel detached from my job. 2.03 .698 40 
Most of my personal life goals are job-oriented. 2.98 .891 40 
I consider my job to be very central to my existence. 3.00 1.086 40 
I like to be absorbed in my job most of the time. 3.20 1.043 40 
Item-Total Statistics 
Scale Scale Corrected Cronbach's 
Mean if Variance if Item-Total Alpha if 
Item Item Correlation Item 
Deleted Deleted Deleted 
The most important things that 156.72 233.999 .220 .808 
happen to me involve my present 
job. 
To me, my job is only a small part 156.07 245.507 -.171 .817 
of who I am. 
I am very much involved 156.20 232.062 .276 .806 
personally in my job. 
I live, eat and breathe my iob. 156.92 242.430 -.059 .815 
Most of my interests are centered 156.55 234.869 .194 .808 
around my job. 
I have very strong ties with my 156.20 231 . 190 .336 .805 
present job which would be very 
difficult to break. 
Usually I feel detached from my 157.60 245.374 -.196 .816 
job. 
Most of my personal life goals are 156.65 233.926 .251 .807 
job-oriented. 
I consider my job to be very central 156.62 226.343 .430 .801 
to my existence. 
I like to be absorbed in my job 156.42 232.661 .246 .807 
most of the time. 
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(iv) Job Satisfaction 
Reliability Statistics 




Mean Std. N 
Deviation 
I feel very comfortable in my work environment. 3.75 .954 40 
I consider my co-workers friend. 3.93 1 . 1 8 5  40 
My management regularly acknowledges when I do a good 3.35 1.027 40 
job. 
Mv values and those of the organisation are verv similar. 2.75 .927 40 
I am willing to put in a great deal of effort beyond that 3.90 .8 10  40 
normally expected in order to help the organization to be 
successful. 
I am very proud to tell others that I work for the 4.20 1.043 40 
organization. 
Item-Total Statistics 
Scale Scale Corrected Cronbach's 
Mean if Variance if Item-Total Alpha if 
Item Item Correlation Item 
Deleted Deleted Deleted 
I feel very comfortable in my work 155.87 226.625 .489 .800 
environment. 
I consider my co-workers friend. 155.70 221.959 .516 .798 
My management regularly 156.27 223.640 .550 .798 
acknowledges when I do a good 
job. 
My values and those of the 156.87 230.317 .370 .804 
organisation are very similar. 
I am willing to put in a great deal 155.72 232.512 .340 .805 
of effort beyond that normally 
expected in order to help the 
organization to be successful. 
I am very proud to tell others that I 155.42 224.507 . 5 1 1  .799 
work for the organization. 
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Appendix 3: Descriptive Analysis Results for Demographic Profile 
h f d i  A  ,ge an engt o service 
Descrintive Statistics 
N Minim Maxim Mean Std. 
um um Deviation 
Age 199 28 72 48.44 12.026 
How long have you 199 I 1 1  5.24 2.630 
been working in this 
University 
Valid N (list wise) 199 
Race 
Frequency Percent 
Valid Bangladesh 15 7.5 
Ezvot 2 I 
Indian 74 37 
Malaysian 79 40 
Myanmar 10 5 
Pakistan 19 9.5 
Total 199 100.0 
Nationality 
Frequency Percent 
Valid Bangladesh 15  7.5 
Egypt 2 I 
Indian 74 37 
Malaysian 79 40 
Myanmar 10 5 
Pakistan 19 9.5 
Total 199 100.0 
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Level of Education 
Freauencv Percent 
Valid Bachelor's Degree 4 2.0 
Doctoral Dezree 71 35.7 
Master's Degree 122 61.3 
MBBS,MS, FRCS. I .5 
Post graduate Fellowship in Anaesthesia, I .5 
LLM (Medical Law) 
Total 199 100.0 
Monthly income 
Freauency Percent 
Valid RM 10,000.01 and more 100 50.3 
RM 3000.01 - RM 4000.00 5 2.5 
RM 4000.01 - RM 5000.00 16 8.0 
RM 5000.01-RM 10,000.00 78 39.2 




Valid Associate/ Senior Associate 68 34.2 
Professor 
Lecturer 46 23.1 
Professor 22 1 1 . 1  
Senior Lecturer 63 31 .7  
Total 199 100.0 
Employment 
Frequency Percent 
Valid Contract 166 83.4 
Permanent 33 16.6 
Total 199 100.0 
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Appendix 4: Descriptive Analysis Results for All Variables 
(i) Affective Organizational Commitment 
N Mean 
I would be very happy to spend the rest of my career with this 199 3.42 
organization. 
I enjoy discussing my organization with people outside it. 199 3.48 
I really feel as if this organization's problems are my own. 199 3.27 
I think that I could easily become as attached to another organization 199 3.34 
as I am to this one. (R) 
I do not feel like 'part of the familv' at my orzanization, (R) 199 3.47 
I do not feel 'emotionallv attached' to this orzanization. (R) 199 3.37 
This organization has a great deal of personal meaning for me. 199 3.36 
I do not feel a strong sense of belonzinz to my oraanization. (R) 199 3.47 
Valid N (listwise)ffotal average mean 199 3.39 
(ii) Continuance Organizational Commitment 
N Mean 
I am not afraid of what might happen if I quit my job without having 199 2.80 
another one lined up. (R) 
It would be very hard for me to leave this organization right now, even ifl 199 3.47 
wanted to. 
Too much in my life would be disrupted ifl decided I wanted to leave my 199 3.33 
organization now. 
It wouldn't be too costly for me to leave mv oraanization now. (R) 199 2 .91 
Right now, staying with my organization is a matter of necessity as much 199 3.26 
as desire. 
I feel that I have too few options to consider leaving this organization. 199 3.28 
One of the few serious consequences of leaving this organization would 199 3.28 
be the scarcity of available alternatives. 
One of the major reasons I continue to work for this organization is that 199 3.41 
leaving would require considerable personal sacrifice-another 
organization may not match the overall benefit I have here. 
Valid N (listwise)ffotal average mean 199 3.21 
(iii) Normative Organizational Commitment 
N Mean 
I think people these days move from company to company too often. 199 3.09 
I do not believe that a person must always be loyal to his or her 199 3.08 
oraanization, (R) 
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Jumping from organization to organization does not seem at all 199 2.84 
ethical to me. (R) 
One of the major reasons I continue to work for this organization is that I 199 3.37 
believe that loyalty is important and therefore I feel a sense of moral 
obligation to remain. 
If! got another offer for a better job elsewhere I would not feel it was 199 3.01 
right to leave my organization. 
I was taught to believe in the value of remaining loyal to one 199 3 . 14 
organization. 
Things were better in the days when people stayed with one organization 199 3.04 
for most of their career. 
I do not think that wanting to be a 'company man' or 'company 199 2.79 
woman' is sensible anymore. (R) 
Valid N (listwise)ffotal average mean 199 3.04 
(iv) Perceived Organisational Support (POS) 
N Mean 
My organisation cares about my opinion. 199 3.27 
My organisation really cares about my well-being. 199 3.43 
My organisation strongly considers my goals and values. 199 3 . 18  
Help is available from my organisation when I have a problem. 199 3.52 
My organisation would forgive an honest mistake on my part. 199 3.37 
If given the opportunity, my organisation would take advantage on 199 3.25 
me. (R) 
My organisation shows very little concern for me. (R) 199 3.32 
My organisation is willing to help me ifl need a special favour. 199 3.50 
Valid N (listwise)ffotal average mean 3.35 
(v) Job Involvement 
N Mean 
The most important things that happen to me involve my present job. 199 3 .13 
To me, my iob is only a small part of who I am. 199 3.31 
I am very much involved personally in mv job. 199 3.30 
I live, eat and breathe my job. 199 3.09 
Most of my interests are centered around my job. 199 3 . 1 1  
I  have very strong ties with my present job which would be very difficult 199 3.27 
to break. 
Usually I feel detached from my job. 199 2.50 
Most of my personal life goals are job-oriented. 199 3 . 19  
I  consider my job to be very central to my existence. 199 3.09 
I like to be absorbed in my job most of the time. 199 3.23 
Valid N (listwise)ffotal average mean 199 3.12 
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(vi) Job Satisfaction 
Job Satisfaction N Mean 
I feel very comfortable in my work environment. 199 3.60 
I consider my co-workers friend. 199 3.79 
My management regularly acknowledges when I do a good job. 199 3.29 
My values and those of the organisation are very similar. 199 2.96 
I am willing to put in a great deal of effort beyond that normally expected 199 3.64 
in order to help the organization to be successful. 
I am very proud to tell others that I work for the organization. 199 3.85 
Valid N (listwise)ffotal average mean 199 3.52 
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Appendix 5: Pearson Correlation Analysis Results 





Job Satisfaction .415 I 
Job Involvement . 173  .244 1 




Universlti Utara Malaysia 
Appendix 6: Multiple Regression Analysis Results 
b M d  I S  o  e  ummary 
Model R R Square Adjusted R Square Std. Error of the 
Estimate 
I .457• .208 .196 9.312 
a. Predictors: (Constant), total score of JS I to 6, total score of JI I to I 0, total score of 
POS I to 8 
b. Dependent Variable: total Organizational commitment score 
Coefficients 
Model Unstandardized Standardized t Sig. 
Coefficients Coefficients 
B Std. Error Beta 
I (Constant) 50.769 4.056 12.516 .000 
total score of POS .364 .133 .188 2.738 .007 
I to 8 
total score of JI I .087 .070 .081 1.233 .219 
to 10 
total score of JS I .664 .145 .325 4.582 .000 
to 6 
Dependent variable: Organizational Commitment 
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